Predicting Ordination, Early-Career Mobility, and Career Adaptation from Ministerial Applicants' Psychological Assessment Results by Nortomaa, Aura Inkeri
Running head: Predicting ordination from psych. assessment results  1 
 
Author 
Aura Nortomaa 
 
Title 
Predicting ordination, early-career mobility, and career adaptation from ministerial applicants’ 
psychological assessment results  
 
Abstract 
The occupational group of ordained ministers is currently facing two types of change: the role of religion 
in Western societies is transforming, and the boundaryless work culture is expanding even further. As 
the profession is becoming more demanding, leaving clergy has become a worldwide problem across 
denominations. Churches are therefore increasingly applying psychological assessments to screen their 
applicants for ministry. Surprisingly, no studies have yet looked into the connections of these assessment 
results and later job-person fit: eventual ordination, early-career turnover and commitment, or early-
career job performance and job satisfaction. In this study, personality metatraits (stability and plasticity), 
general mental ability, and social & attributional strategies were assessed for 785 persons heading for 
ordination in the Evangelical Lutheran Church in Finland during 2006-2010. In a follow-up in 2012 
(n=314, 40%), career mobility and career adaptation were inspected. The results indicate that the most 
influential feature is the determination of the applicant. Other aspects related to a successful career pattern 
were stability and absence of pessimistic strategies. The study confirms that personality metatraits are an 
applicable approach in selection assessment. Overall, the study provides an outlook on the entry stage 
recruitment to a vocational religious occupation in the boundaryless age of work.  
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Precise recruitment of new pastors is nowadays of crucial importance due to the increased pressure that 
pastors face in their jobs. Religion is becoming increasingly privatized and religious institutions are 
losing influence in societies (Pollack, 2008; Voas & Doebler, 2011; Voas, 2009). In consequence, pastors 
experience declining authority and growing pressure to question their own beliefs, among various other 
hardships (Lüchau, 2014; Miner, 2007). Additionally, the transformation of work to boundaryless work 
in the 21st century has been vast (Sullivan & Baruch, 2009). Work is becoming more and more scattered, 
short-term, fragmented, and permanent employment with fixed professional identity is becoming 
uncommon (A. Duffy, Glenday, & Pupo, 2001). Instead, kaleidoscope careers have emerged (see for 
example Sullivan & Mainiero, 2008). These simultaneous changes in the spheres of religion and work 
present themselves to pastors as an increasingly demanding field of work and incur increased pressure. 
At the same time as the boundaryless work culture is promoting short-term employment, change of 
career, and flexible – even fluid –  occupational identities, churches still uphold the ideal of a lifetime 
calling for a pastor’s position and career. In other words, ordained ministers are supposed to be heading 
for a lifetime track in an era where worklife is heading precisely in the opposite direction. In the crossfire 
of these two sociological change processes, many wear themselves out and, consequently, choose to opt 
out: ministers are heading for the exit at an increasing rate (Beebe, 2007; Hoge & Wenger, 2005; Spencer, 
Winston, & Bocarnea, 2012). In the Evangelical Lutheran Church of Finland, the majority of pastors are 
at risk of serious burnout, and over 25% consider changing jobs altogether (Ala-Kokkila et al., 2010).  
In order to secure a sustainable career in the era of boundaryless work and privatized religion, it has 
become of increased importance to select carefully when ordaining a new minister. Securing a good job-
person fit is especially important for pastors in the current societal situation to ensure stable employment 
and to prevent turnover. A poor job-person fit can lead to various forms of individual suffering, such as 
burnout or job dissatisfaction (for a review, see Kristof‐Brown, Zimmerman, & Johnson, 2005), or 
eventually to a form of career mobility such as turnover. In this paper, job-person fit is looked at from 
two angles: career mobility and career adaptation.  
 
Career Mobility 
A good job-person fit can be indicated by low career mobility. Career mobility includes two aspects: 
physical mobility and psychological mobility (Sullivan & Arthur, 2006). The former encompasses actual 
career shifts, such as turnover, whereas the latter involves motivational aspects, for example commitment 
to the organization (Sullivan & Arthur, 2006). To be more precise, one can be committed to the church 
as an employer (for financial reasons, for example), or committed to ministry as a profession. Separating 
intent to leave the local parish from intent to leave the ministry has been considered an important 
distinction (McDuff & Mueller, 2000). These aspects can more generally be seen as organizational 
commitment and professional commitment (Wallace, 1993) respectively. Commitment and intentions to 
leave are indicators of psychological mobility. Intentions to leave have been explained to be the outcome 
in a process which starts with role stressors, leading to emotional exhaustion and diminished job 
satisfaction, and finally to intentions to leave (Hang-Yue, Foley, & Loi, 2005). Intentions to leave may 
lead to actual turnover, a form of physical mobility. Clergy turnover is becoming an increasingly 
Predicting ordination from psychological assessment 
3 
 
alarming phenomenon worldwide. More and more clergy members choose to leave the ministry and 
pursue some other career path even at an early stage of their career (Miner, 2007). In US, as many as 50 
percent of clergy left the ministry within 5 years (Meek et al., 2003). Turnover can be generally described 
as a process where job dissatisfaction is the first step, followed by intention to leave, and finally actual 
turnover (Griffeth, Hom, & Gaertner, 2000). Turnovers can be classified into forced and non-forced 
termination, where the person has either left the position voluntarily or against his or her will (Tanner, 
Zvonkovic, & Adams, 2012).   
 
Contributors to clergy turnover have been found to include interpersonal disagreements with 
parishioners, role overload, lack of personal and professional boundaries, loss of hope for positive 
change, and financial pressure (Beebe, 2007). Role clarity in particular seems to be of key relevance: 
self-role differentiation is tightly linked to both burnout and turnover, and lack of personal and 
professional boundaries is linked to turnover (Beebe, 2007). Turnover among clergy has also been 
suggested to have two factors: vision conflict (disparity between what they expected to happen by 
answering the call to ministry and the events that actually take place), and compassion fatigue, with 
support team and declining churchgoer rate as mediators in the model (Spencer et al., 2012). From 
turnover studies made on other occupational groups, it is known that turnover is linked to, for example, 
the depersonalization and emotional exhaustion factors of burnout, female gender, job satisfaction, age, 
job performance, supervisory satisfaction, role clarity, role conflict, absenteeism, work engagement, and 
so on (Griffeth et al., 2000; Shuck, Jr, & Rocco, 2011; Swider & Zimmerman, 2010).  
 
However, studies that link assessment results to later career outcomes among church ministers are few, 
and the results are somewhat incoherent. The assessment results were found to have a strong connection 
to ordination decisions in one study among United Methodist ministers (Malony & Majovski, 1986). 
However, assessment results were not found to predict early dropout in another study where applicants 
to a Jesuit order were in focus (Kuchan, Wierzbicki, & Siderits, 2012). Thus, there is no clear 
understanding of how psychological assessment results of applicants to ministry actually connect with 
later career mobility outcomes. Thus, it is not known how they predict a good job-person fit in this regard.   
 
Career Adaptability 
 
In addition to career mobility, another approach to evaluating job-person fit is to look at career adaptation. 
In general, career adaptability refers to a self-regulatory process where the interaction between the 
individual and the environment is in focus (Creed, Fallon, & Hood, 2009). Career adaptation has been 
operationalized as job performance and job satisfaction (Zacher, 2014). Defining and operationalizing 
job performance in the occupation of church ministers is a challenging task. Among other professions, 
for example measures of economic end results of the department or the salary increase of the employee  
have been used when studying career success (Jansen & Vinkenburg, 2006). However, for church 
professions, an economic definition is clearly not suitable. In general, job performance has been defined 
as two concepts: task performance (taking care of job-specific tasks) and contextual performance 
Predicting ordination from psychological assessment 
4 
 
(interactions with others; organizational citizenship behaviour) (Borman & Motowidlo, 1997). Besides 
distinct dimensions, the hierarchical structure of the dimensions does hold a construct of general job 
performance at its apex (Viswesvaran, Schmidt, & Ones, 2005): in other words, there is such a 
phenomenon as general job performance. Of potential antecedents to job performance, general mental 
ability (GMA) has been found to be a very good and stable predictor across occupations and contexts 
(Moscoso & Salgado, 2004; Schmidt & Hunter, 2004). Further, recent studies on personality metatraits 
have found that stability predicts job performance, whereas plasticity does not – not surprising 
considering that stability reflects general good functioning over emotional, motivational and social 
domains, whereas plasticity reflects a tendency to explore (Alessandri & Vecchione, 2012). In turn, job 
satisfaction has been approached in studies among clergy as, for example, “a good fit” encompassing not 
only the balance between labour given and rewards gained, but also a theological fit between the 
congregation and them (Mueller & McDuff, 2004). Due to the specific nature of a minister’s job, a 
specific measure called Satisfaction in Ministry has been suggested as a tool for measuring job 
satisfaction among this occupational group (Francis, Robbins, Kaldor, & Castle, 2009). Studies that 
would have linked the aspects named above to job performance or job satisfaction among clergy still 
seem to be missing. Thus, there is currently no proper understanding of how these aspects predict the 
career adaptation aspect of a good job-person fit.  
 
Psychological Assessment of Applicants to Ministry 
 
To ensure recruiting a suitable candidate, standardised psychological assessment methods are commonly 
used in modern recruitment across occupations. Nowadays many churches have also turned to 
psychological assessments to screen applicants to ministry (McGlone, Ortiz, & Karney, 2010). Not much 
is known about how successful these assessments have been, however. Psychological assessments of 
pastoral applicants have attracted some research attention, but follow-up studies of the assessment results 
are rare. Most studies have adopted the descriptive approach, reporting what kind of people the ordinands 
(applicants) or ordained clergy are (for example: Gamino, Sewell, Mason, & Crostley, 2007; Musson, 
2002; Plante, Aldridge, & Louie, 2005; Plante, 2011). As a result, we have basic knowledge of the 
personality profiles of clergy across denominations, for example Pentecostals (Francis & Kay, 1995), 
Anglicans (Francis, Craig, Whinney, Tilley, & Slater, 2007; Musson, 2002), Episcopalians and 
Presbyterians (Rosik, Renteria, & Pittman, 2011), and  Catholic (Plante et al., 2005; Plante, Manuel, & 
Tandez, 1996). Mostly, these studies have been in agreement with each other in that applicants to ministry 
and ordained clergy are well-adjusted and socially capable people across denominations. Despite this 
descriptive knowledge, however, longitudinal studies that would provide predictive information have 
been few. 
 
Even though personality has been perhaps the most often studied feature in studies on clergy, the field 
has not yet caught up with the most recent approach to personality: the theory of metatraits. A variety of 
existing theories of personality with a varying number of dimensions have previously been employed: 
the best known include the Big Five model with five dimensions (Goldberg, 1990), 16PF incorporating 
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16 dimensions (R B Cattell, Cattell, & Cattell, 2002), HEXACO with six dimensions (Ashton & Lee, 
2007), and the so-called Myers-Briggs types with four dimensions (Myers-Briggs is not generally 
acknowledged in personality psychology, but has often been employed in studies on clergy; see, for 
example, Francis, Robbins, Kaldor, & Castle, 2009). Recently, studies in personality have been occupied 
with the hierarchical structure of personality. It has been proposed that personality incorporates metatraits 
on top of the ordinarily studied traits, such as the five Big Five traits. A heated debate is currently being 
engaged about whether these metatraits are substantial constructs or simply statistical artefacts (for 
example, Irwing, 2013). At the moment, the available evidence seems to suggest that the metatraits can 
be approached as real constructs, and not simply statistically produced phenomena (Davies, Connelly, 
Ones, & Birkland, 2015). The second-order factors (first-order factors being, for example, the 16 factors 
of 16PF, or the 5 factors of Big Five) have been titled stability (also known as alpha) and plasticity (also 
known as beta). Stability is defined as stability of emotional, motivational and social functioning that 
manifests itself as, for example, good social adaptation, perseverance and the ability to motivate oneself. 
Plasticity on the other hand is described as cognitive and behavioural openness to change, having 
initiative, engagement in new experiences and eagerness to explore (Strus, Cieciuch, & Rowiński, 2014). 
A further, third-order factor has also been suggested to gather these together: this highest-order factor 
has been named the General Factor of Personality (also known as gamma) (Musek, 2007). The General 
Factor of Personality is proposed to not hover above the two lower-order metatraits hierarchically, but to 
form a circumplex on the same level (Strus et al., 2014). 
The metatrait theory is new and emerging, and empirical studies conducted in real-life settings with 
actual outcomes – for example, in selection and assessment context – have as yet been few. Very little 
research seems to have examined how the construct behaves in applied settings and how it relates to 
various other individual characteristics. Indeed, studies on real-life data, in an applied setting that has a 
real outcome for the participant, have been explicitly called for (van der Linden, Bakker, & Serlie, 2011). 
One study has tested the metatrait theory in a real-life setting: in a selection and assessment context (van 
der Linden et al., 2011). It was found that the general factor of personality was moderately related to the 
Overall Assessment Rating. It is also known that a higher general mental ability score is related to a 
higher score on the general factor of personality (Irwing, Booth, Nyborg, & Rushton, 2012). However, 
no studies have as yet examined the relations between metatraits and, for example, social and 
achievement strategies, even though the latter could be expected to be closely related to the general factor 
of personality as an indicator of good overall functioning. Studies in real-life settings are lacking in 
general, and no studies on clergy have to date used the metatrait approach at all.  
 
In addition to the lack of metatrait research, other scarcities among studies on clergy are evident: 
assessments of  ministerial applicants seem to have encompassed personality with such passion that other 
aspects such as cognitive skills, social and attributional strategies, or optimism have been overlooked in 
the selection research. Hence, I was unable to find any studies on, for example, the cognitive skills or 
attributional styles of ministerial applicants. From research on other occupational groups there is strong 
evidence that general mental ability is one of the strongest predictors of job performance (Schmidt & 
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Hunter, 2004) and it is therefore a central piece in entry-level selection assessment. Among clergy, 
however, cognitive skills do not seem to have been evaluated at all for recruitment purposes. In a rare 
attempt to create a general assessment protocol for ministerial applicants, cognitive skills were not even 
mentioned (Plante & Boccaccini, 1998). Another overlooked aspect are attributional strategies. These 
include, for example, anticipation of behavioural outcomes, affects, planning of and investing effort in 
the task at hand, monitoring behaviour, and evaluating goal attainment in terms of causal attributions 
(Eronen, Nurmi, & Salmela-Aro, 1997, 1998). Social and achievement strategies have been described as 
follows: achievement strategies include functional, task-focused strategies (i.e. achievement optimism), 
support-seeking in achievement situations (i.e. achievement support strategy) and dysfunctional, 
pessimistic avoidance strategies. Likewise, social strategies include social optimism defined by 
expectations of positive outcomes in social situations, social pessimism described by social avoidance, 
and self-handicapping in social situations through social anxiety (Innanen, Tolvanen, & Salmela-Aro 
2014). An example of a test assessing social and achievement strategies is the Cartoon Attribution 
Strategy Test CAST. This projective test has been used in adolescent and young adult research where 
connections have been found between an optimistic strategy and academic satisfaction and well-being 
(Eronen, Nurmi, & Salmela-Aro, 1998). Attribution strategies have been found to be associated with 
performance and success in various situations (for an overview, see Eronen et al., 1997, 1998). Viewing 
attributional styles on a continuum of optimism and pessimism, a further approach to assessing 
attributional styles has been the Learned Optimism Test (Seligman, 1990). Regarding attributional 
strategies, however, there is no record of them having been used in the assessment of ministerial 
applicants.  
 
Even further, no studies seem to have investigated how the general estimate, “a summary score” of the 
aptitude of the candidate connects with their eventual ordination or other career outcomes. The Overall 
Assessment Rating OAR encompassess all information gathered in the assessment process. It reflects the 
overall suitability of the applicant as seen by the psychologist or other professional in charge of the 
selection assessment (for further discussion on this construct, see, for example, Collins et al., 2003). 
These overall ratings are based on the theory of a person’s general ability, which can be assessed by 
different means and communicated as a single estimate (Thornton & Gibbons, 2009). The OAR has been 
found to be a good predictor of job performance over a range of occupations (Hunter & Schmidt, 1998). 
However, as noted above, since the definition of “job performance” in the ministerial occupation 
presumably does not correspond to the job performance indicators employed among other occupations, 
it is not certain if this finding also holds for clergy. No studies on the connection between the OAR and 
job performance seem to have been made on this occupational group. Regarding the relationships 
between the OAR and personality metatraits, van der Linden, Bakker, & Serlie (2011) have found a 
connection between the OAR and the general factor of personality. 
On the whole, follow-up studies on psychological assessments of this occupational group have been few 
and far between. Studies that would have followed the ministerial applicants through ordination and 
evaluated their early-career mobility and adaptation are very few. In 1986, Malony & Majovski found a 
connection between assessment results and ordination. However, assessment results were not related to 
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job performance operationalized as ministerial effectiveness (see also Malony, 2000). Later, Rosik et al. 
(2011) found that those candidates who were eventually ordained had a “more realistic and positive 
attitude toward the process as well as a more deferential and less independent orientation than those who 
did not”. Further, they noted that the differences between those who were ordained and those who were 
not seemed to be similar to the differences between the ordained and the general population. In yet 
another study, Kuchan, Wierzbicki, & Siderits (2012) were unable to predict adherence to training (for 
pastorhood) or remaining in priesthood from the personality profiles of the applicants. In sum, due to 
lack of follow-up research, not much is known about the ability of the psychological assessments of 
clergy applicants to predict career mobility or career adaptation.  
 
Inner Vocation and Intrinsic Motivation  
An additional aspect that needs to be taken into account when discussing who is selected for ordination 
is the inner vocation, calling, or motivation, of the aspirant. Recently, calling has received considerable 
attention in work psychology, where it has been discussed in secular terms and in secular contexts. Thus, 
calling has in general been reframed as “an orientation to work that prioritizes meaning as a core 
experience and component of having a calling in work” (Steger, Pickering, Shin, & Dik, 2010). 
Distinguishing calling and vocation, Dik & Duffy (2009) define calling as  “a transcendent summons, 
experienced as originating beyond the self, to approach a particular life role in a manner oriented toward 
demonstrating or deriving a sense of purpose or meaningfulness and that holds other-oriented values and 
goals as primary sources of motivation”. The construct is thus divided into external and internal aspects, 
where the internal vocation appears to closely link up with human motivation, and the external calling 
seems to describe experiencing an outer force – a higher power, for example – which is pulling oneself 
to a certain profession. In the field of theology, this conceptualization is very old: vocatio interna 
encompasses one’s own certainty that one is meant to become a pastor, whereas vocatio externa features 
the outer force, concretely in the form of the religious organization, inviting the person to work for them. 
According to Dik & Duffy (2009), the notable difference between calling and vocation is that individuals 
with a calling perceive this coming from a source external to themselves. Thus, in their vocabulary, 
vocatio interna could be seen to resemble vocation and vocation externa to resemble calling.  Going back 
to commitment as an aspect of psychological  mobility: among clergy, commitment to the profession 
could be seen as commitment to ministry and therefore is an aspect of inner vocation.  
 
Vocation bears close resemblance to intrinsic motivation. Dik & Duffy (2009) have tried to distinguish 
calling and vocation from intrinsic work motivation by stating that “work can be pursued intrinsically 
for reasons other than those captured by our definitions of the terms”. This statement, however, does 
little to help with properly defining and operationalizing the phenomena. It could be presumed that 
intrinsic motivation has a shorter temporal aspect, whereas vocation is considered a longer, even life-
long construct, which also influences one’s professional identity. Clearly, the relationship between inner 
vocation and intrinsic motivation is a complex one, and any operationalization of these factors will face 
challenges with connections and overlap. Nevertheless, intrinsic motivation is known to be a strong 
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predictor of performance and of persistence on a task: for example, striving towards an occupational goal 
such as ordination (Cerasoli, Nicklin, & Ford, 2014). It was therefore considered important to include 
the construct in the study despite challenges over definitions. For the sake of simplicity, this inner driving 
force that an individual has to become a pastor was in this study operationalized as the determination to 
become a pastor. 
 
Motivation for the Study & Research Questions 
 
Looking at earlier research, there are several motivations for the present study. First, ordained ministers 
have been a rather neglected occupational group in work and organizational psychology studies, despite 
the relatively large size of the occupational group. In addition, the interplay between employment and 
vocation in this profession provides a fascinating opportunity for examining work in the boundaryless 
era. Second, studies on career mobility have mainly focused on physical mobility (moving to another job 
or occupation) and less attention has been given to psychological mobility (change in attitudes and 
thoughts regarding work and occupation), even though studies incorporating both approaches have 
specifically been called for (Sullivan & Baruch, 2009). The current study incorporates both physical and 
psychological mobility simultaneously: ordination and turnover stand for physical mobility, and 
intentions to leave the ministry and intentions to return to the ministry stand for psychological mobility. 
These mobility indicators were both included to form a measure of commitment. Third, due to lack of 
follow-up studies on psychological assessment of ministerial applicants, it is not known how the 
assessment results link to later job-person fit. It is not known how personality, cognitive abilities and 
attributional strategies are linked to entry to profession (ordination) and turnover in this occupational 
group. Particularly, general mental ability does not seem to have been linked to any occupational 
outcomes in this group. Additionally, studies on personality metatraits are lacking altogether, both in the 
selection context and otherwise. In other words, it is not known whether the assessment results predict 
physical and psychological mobility as aspects of job-person fit. Fourth, studies linking psychological 
assessment results in another aspect of job-person fit: early-career adaptations have as yet been few in 
this occupational group. In the current study, we follow Zacher’s (2014) operationalization, examining 
job performance and job satisfaction as indicators of the individual’s ability to adapt to the career they 
have chosen for themselves. Fifth, it is not known if the determination of the applicant is a stronger force 
in forming their career than the characteristics measured in psychological assessment. In general, there 
is a need for an up-to-date study with current data in order to comprehend how the occupational group 
of pastors is managing in the double sociological turbulence of changing work and changing religion. 
The results will bear relevance in improving the selection of new ministers, hopefully supporting precise 
recruitment and thereby improving sustainable careers within this profession.  
 
Thus, the research questions are:  
1) How do psychological assessment results predict career mobility?  
2) How do psychological assessment results predict career adaptation? 
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Additionally, the role of the determination of the applicant in the career process was examined. In this 
study, psychological assessment results include personality metatraits, general mental ability and 
attributional strategies. Career mobility is herein operationalized as eventual ordination and commitment, 
and career adaptability as job performance and job satisfaction. Since previous research among pastors 
is sparse on these topics, this study uses an exploratory approach without setting specific hypotheses.  
 
Context 
 
Finland has been described as a nation of “believing in belonging”: in 2014, 73.7% of people belonged 
to the Evangelical-Lutheran Church of Finland, but on average only 7.3% of the population attended 
religious services (Kirkon tilastot [Church Statistics], 2015). The consequences of religious decline are 
clearly visible: pastors report that the uncertainty, dismissals and lack of resources caused by the 
weakening economic situation of the church greatly affect their work (Niemelä, 2014). To improve the 
recruitment process in this situation, the Evangelical-Lutheran Church of Finland started to use 
standardised psychological assessments in 2002. It thus provides a unique context for this study. 
Although many churches are nowadays increasingly applying psychological assessment to screen their 
applicants to ministry, the use of psychological assessment varies extensively. Even within one church 
or one country, the procedure can be completely different from one diocese to another, as is the case for 
example in Sweden, Norway, Denmark, Iceland, Germany, Netherlands, France, USA and Australia. 
Attempts for comprehensive follow-up studies are hard to design in contexts where the procedures differ 
greatly. In 2000 Malony proclaimed that the United Methodist Church is the only one with a standardized 
assessment protocol for screening their applicants. This claim does not seem to have been disputed 
despite the 15 years that have passed. Even so, the United Methodists do not stand alone: the Evangelical-
Lutheran Church of Finland has established a standardized, nation-wide and church-wide assessment 
procedure for the evaluation of prospective pastors. In Finland it is thus possible to conduct a nation-
wide and church-wide study for all applicants to ministry. This opportunity is globally unique.  
 
To provide the essential context for the present study, the process of becoming ordained in the 
Evangelical Lutheran Church of Finland (ELCF) is next shortly explained. To become ordained, an 
eligible Master’s degree in theology is required. The universities operate on a secular basis, and 
admissions measure only academic skills. About half of the students in theological faculties choose a 
study line that fulfils the requirements for becoming a pastor. Those students who pursue prospective 
ordination undertake psychological assessment after three years of study. The assessment is organized 
by the Church and conducted by Päämäärä Oy. Participation in the assessment is not obligatory for 
theology studies, but anyone willing to become a pastor will be required to show their results to the 
diocese when applying for ordination (Kirkon koulutuskeskus [Institute for advanced training in the 
ELCF], 2001). The assessment takes one day to complete and consists of a number of psychological 
tests, a simulation task and an interview. The student is given a lengthy, detailed feedback in order to 
help in their professional growth, plus an overall assessment rating. Upon completing their degree after 
a further two years of studies, and securing a job position in a suitable context (e.g. parish, religious 
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organization, teacher of religion) for a minimum of six months, the person applies to be ordained. At this 
point they hand over their overall assessment rating to the diocese, which uses it to evaluate the aptitude 
of the applicant and to decide on eventual ordination.  
 
In the Lutheran tradition, once a person is ordained, he or she thereby remains a minister throughout their 
life regardless of where they work (Church Order, see Halttunen, Pihlaja, & Voipio, 2002). In other 
words, a person remains an ordained pastor even if after the initial six months of working in a parish he 
or she chooses to build a career as, for example, a florist instead. Renouncing the priesthood is a specific, 
hefty process that only a few people choose to undergo even if careerwise they choose to opt out of the 
ministerial path. Consequently, in this study, the focus is on the intention to quit working as a pastor 
(leaving the employer; career mobility) rather than leaving the ministry (leaving the ministry; renouncing 
the priesthood).  
 
Method 
 
Procedure 
 
The psychological assessment data was collected in 2006-2010.1 The company in charge of conducting 
the assessments for the church (Päämäärä Oy) presented the participants with several paper-and-pencil 
self-report measures as well as a simulation task and an interview. Of these instruments, all measures 
with results in quantitative form were included in the present study: a personality test, two attributional 
strategy tests, and cognitive ability tests. Additionally, the overall assessment rating was used. Follow-
up data was collected from the same persons in 2012. If their email address was known (as was the case, 
for example, for everyone working for the church), they were sent an invitation to answer an electronic 
survey. Others received the survey by regular mail. In addition, in November 2014 the Church provided 
a list of all persons who had been ordained since 2006. Thus, three datasets were used in the present 
study: psychological assessment data, follow-up survey data, and a list of ordained persons. 
 
Participants 
A total of 785 persons participated in the psychological assessment during 2006-2010. Of them, 291 were 
male (37.2%) and 492 female (62.8%) and they ranged in age from 21 to 69 years (M=32.6 , SD=10.7). 
Of the 655 that were invited to follow-up,2 a total of 314 persons (48.0%) replied. Of these respondents, 
111 (35.4%) were male and 203 (64.6%) were female and their age range was 21-69 (M=33.4, SD=11.3). 
                                                 
1 This five-year timeframe was selected since Päämäärä Oy had at that time been responsible for 
conducting the assessments, and could offer the data for research purposes.  
2 A total of 655 people were invited to the follow-up of the original 785. Due to missing data or lack of 
consent, 67 people were first excluded. Additionally, due to a technical error, 63 people who had 
participated in the assessment in 2010 were accidentally filtered out of the dataset due to having a string-
format value in the participation year variable. Since the group was random regarding other variables, no 
corrections were made to the remaining dataset.   
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The age of all participants is presented as it was at the time of assessment. Since the collected data was 
found to be sufficiently similar to the population regarding demographic variables, no weighting 
adjustment was performed.  
 
A total of 455 (58.1%) of those who had participated in the psychological assessment during 2006-2010 
had been ordained as of November 2014, whereas 328 had not. Of the 314 persons who participated in 
the follow-up study, a total of 230 (73.2%) had been ordained. Based on self-reports of the 314 
participants in the follow-up, 42 had not been ordained, 187 were still working as pastor, and 24 were no 
longer working as a pastor (61 with missing information).   
 
 
Measures 
 
In the psychological assessments 2006-2010, the following measures were used:  
In this study, personality was studied as the Big Two metatraits: stability and plasticity. The 
motivation for this choice was to introduce the metatrait theory to studies on church personnel, 
and to make the best possible use of the scattered datasets available. In the psychological 
assessment, personality had been measured with a test developed privately by Päämäärä Oy. The test 
was based on the 16PF (sixteen personality factor questionnaire, Cattell & Cattell, 1995). The 5th edition 
of the 16PF (16PF-5, Cattell, Cattell, & Cattell, 2002) contains 185 items that assess the 16 personality 
factors. In their test, Päämäärä Oy included 15 of these factors plus an additional one labelled “Social 
desirability”. The test included a varying number of items: During 2006-2007, the first test version 
included 240 questions to which the participants (n=426) answered on a categorical scale: yes/no/unsure. 
During 2008-2010, the second test version included 180 items, nearly all different from the ones used in 
the previous version. The participants (n=153) gave their answers on a Likert scale from 1 to 5. Lastly, 
during 2010, the third version including 234 items on a Likert scale 1-7 was presented to 103 participants. 
This version had several identical and similar items with its predecessor, but changes and additions had 
been done. Since the three test versions did not consist of identical items, were of different lengths, and, 
most importantly, did not use the same scale for answers, the item-data could not be used as it was. 
Further, 15 dimensions were too many to include in the analyses, but factor analyses could not be used 
for dimension reduction since the data from the first test version was categorical, and for the two other 
versions n(variables) > n(cases). Additionally, some of the subscales had reliabilities below .70, advising 
against using these sets of scales as is. For these reasons, the theory of two metatraits of personality was 
employed to examine personality in the current study.  
The metatraits have been estimated in various ways in previous studies: for example with a set of 
hierarchical factor analyses (Hopwood, Wright, & Donnellan, 2011), or with just one (van der Linden et 
al., 2011) or even with calculating sum scores from item scores (Hui-Hua & Schutte, 2015). In this study, 
these Big Two metatraits were calculated by two hierarchically employed exploratory principal axis 
factor analysis on lower-order scale scores (the 15 dimensional scores). As in van der Linden, Bakker et 
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al. (2011) and several other studies, scale scores were used for factor analysis. In the first PAF with 
oblimin rotation, 5 factors emerged (visual inspection of scree plot; eigenvalues over 1). The factor scores 
of these five were saved, named as extraversion, self-control, anxiety, assertiveness and suspicion (taking 
into account the descriptions of 16PF higher-order structures: Rossier, Meyer de Stadelhofen, & 
Berthoud, 2004) and subjected to a PAF with oblimin rotation. A two-factor solution emerged, explaining 
62% of the variance. The first factor from this analysis corresponded with the description of Stability 
(highest loadings: extraversion, inverse suspicion, inverse anxiety), and the second with that of Plasticity 
(highest loadings: inverse self-control, assertiveness). As the general factor of personality is basically a 
circumplex of these two, it was not calculated separately: the Big Two traits were used instead as their 
interpretation is more straightforward.  
Social and achievement strategies were assessed with the Cartoon Attribution Strategy Test (for test 
development information of the CAST, see Nurmi, Toivonen, Salmela-Aro & Eronen, 1997). The 
following description of the delivery and scoring of CAST is partly adapted from Eronen, Nurmi & 
Salmela-Aro (1997): In CAST, the subjects were presented with two sets of 3-picture cartoons with 
written descriptions of the situations they present: one set for the social situation and one set for the 
achievement situation, in total 12 pictures. The subjects were asked to write down what the persons A 
and B in the pictures were thinking in different situations, what they were going to do, and what would 
have been the reasons for different outcomes in the pictures. After receiving instructions, the subjects 
completed the test by themselves. The subjects’ answers to questions concerning the thoughts and actions 
of persons A and B were classified and placed in one of 22 subcategories on the basis of their content. 
The scores were summed up to seven final content categories: fear of failure, positive orientation to the 
task, irrelevant actions, seeking of social support, defensiveness, hesitation and self-serving attributions. 
The scores for self-serving attributions were obtained by subtracting a sum of pessimistic attributions 
from a sum of optimistic attributions, thus allowing a negative value for this variable. The scoring was 
done separately for the social situation and the achievement situation, resulting in 14 final scores (two 
sets of seven content category scores) for each respondent. Replicating the approach of Eronen, Nurmi 
& Salmela-Aro (1997) the scores were lastly transformed to indicate the percentage of the total number 
of answers the subject had produced.  
 
As another measure of attribution strategies, the Learned Optimism Test (for more information on this 
test, see Seligman, 1999) was used. The test includes 48 items with two answer options to choose from. 
An example of the items was: “The project that you were responsible for was a great success, because a) 
you made sure everyone did their job, or b) everyone invested a lot of time and energy in it.” The test is 
based on the assumption that optimists will credit themselves for success but others for failure, and 
pessimists will do the opposite. The test includes several dimensions, such as the permanence of the 
strategy. The answers are scored as 0=optimistic answer, 1=pessimistic answer. The final sum scores 
across dimensions for optimism and pessimism were used in the analyses.  
 
Cognitive skills were evaluated with V3 and S3 tests from Kykytestistö-AVO-9 (for more information 
about this test, see Pulliainen, 1995). AVO-9 is a battery of standardized tests developed for assessing 
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components of cognitive performance. Subtest V3 measures verbal skills with 40 items in which the 
subject needs to follow instructions; for example, to underline numbers including certain figures. Subtest 
S3 measures spatial skills with 45 items where the subject is required, for example, to mentally rotate 
and reorder spatial forms according to instructions. The score is the sum of correct asnswers. Scores from 
V3 and S3 were both standardized using population norms specific for this occupational group, and 
summed up to generate a score for General Mental Ability, GMA.  
 
Overall Assessment Rating OAR from the psychological assessment was set manually by the psychologist 
responsible for conducting the assessment. The sum score was based on all the information gathered in 
the assessement, and it ranged from 1 to 5 (1=low aptitude, 5=high aptitude).  
 
In the follow-up survey in 2012, the following measures were used:  
 
Career mobility was examined using indicators of both physical and psychological mobility. In the 
follow-up survey, turnover as an indicator of physical mobility was inquired by asking the ordained 
respondents to indicate whether they were still working as a pastor (1=yes, 2=on leave, 3= no). Those 
who were currently on leave were asked about their intentions to resume the ministry with one item, 
scored as 1=I won’t return, 2= I’m exploring other options, 3= I will return later, 4= I want to return as 
soon as possible. To inquire about psychological mobility, four items tapping intentions to leave the 
ministry were adapted from McDuff & Mueller (2000). An example of the items is “I would be reluctant 
to leave the ministry” (item originally scored inversly). The scale items were reversed to reflect 
commitment to the ministry in the current study, scored as 1 = disagree and 5 = agree. Cronbach’s alpha 
for this scale was .957.  
 
Career adaptation was measured by job performance and job satisfaction. Job performance was 
examined with a 16-item measure developed by Goodman & Svyantek (1999). The Finnish translation 
of the measure was gained from Hakanen & Perhoniemi (2006). An example of the items is 
“Demonstrates expertise in all job-related tasks” with scoring 1 = completely disagree, 7 = completely 
agree. In this study, Cronbach’s alpha for this scale was .910. A sum score was calculated. As another 
aspect of career adaptation, job satisfaction was measured with the Satisfaction in Ministry Scale (SIMS) 
(Francis et al., 2009). An example of the eleven items is “I gain a lot of personal satisfaction from working 
with people here.” Answers were recorded on a Likert scale from 1 (disagree) to 5 (agree). Cronbach’s 
alpha for the scale was .900. A sum score to represent job satisfaction was calculated. 
 
The respondent’s determination to become a pastor at the time of assessment was inquired with “When 
you participated in the assessment, how sure were you about becoming a pastor?” (1=very unsure, 5=very 
sure).  
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Lastly, a list of ordained persons was provided by the Evangelical-Lutheran Church of Finland in 
November 2014.3 Ordination was coded as a dummy variable: 1=ordained, 0=not ordained.  
 
Results 
 
First, to inspect the intercorrelations of the psychological assessment results, a correlation matrix of 
assessment results was produced: see Table 1. The strongest correlations were detected between OAR 
and Stability, and not surprisingly between some CAST scores. Interestingly, optimism and pessimism 
as measured by the LOT did not correlate significantly with several of the CAST measures, most notably 
lacking large correlations with the CAST self-serving attribution scores for social and achievement 
situations, respectively, despite sharing a theoretical basis.  
 
-  Table 1 to be inserted about here –  
 
Thus, next, a regression analysis with the OAR as the independent variable and the assessment results as 
dependent variables was conducted, see Table 2. Stability was the strongest contributor to the overall 
assessment rating (β =.597), with general mental ability (β =.129) and seeking of support in achievement 
situations (β = -.148) also having notable effects. The VIFs did indicate a problem with multicollinearity 
among assessment results variables, advising caution with regression analyses as coefficients might not 
be estimated correctly. Since the correlations between assessment result were rather small (most under 
.30; see Table 1.), regression analyses were still conducted. 
 
Table 2 
Significant coefficients of the regression model predicting overall assessment rating 
  Unstandardized Coefficients Standardized Coefficients 95% Confidence Interval for B 
  B Std. Error Beta Lower Bound Upper Bound 
Constant 
2.622*** 0.574  1.488 3.755 
General Mental Ability 
0.068* 0.033 0.129 0.003 0.132 
Stability 
0.535*** 0.057 0.597 0.423 0.647 
Seeking of support, achievement 
-0.026* 0.012 -0.148 -0.051 -0.002 
                                                 
3
 The dean of the Diocese of Helsinki collected this information from all dioceses, and sent the compiled 
list to the first author.  
Predicting ordination from psychological assessment 
15 
 
Notes. R2 = .49, Adj. R2=.42 ,* p < .05, *** p < .001.  
 
Predicting Career Mobility 
 
Statistical comparisons between ordained and not ordained groups. To start with, the 
differences between the two groups were examined by t-tests: see Table 3. Ordained people were found 
to have a better overall assessment rating, t(778) = -3.47, p < .001 with effect size d = -0.251. They were 
further found to be more stable than those not ordained t(773) = -2.218, p = .027, with a slight effect size 
d = -0.161. Further, ordained people had less tendency to use pessimistic strategies in social situations 
than those not ordained, t(764) = 2.774, p=.006, with a medium effect size d = 0.527. The ordained also 
used more self-serving attributions in social situations than those not ordained t(765) = 2.71, p = .001, 
with a slight effect size d = 0.196. Lastly, ordained people sought support from others more often than 
those not ordained, t(763) = -2.235, p = .026, with a slight effect size d = -0.162.  
Table 3. Descriptive statistics of psychological assessment results and t-tests for differences between 
ordained (n=455) and not ordained (n=328) groups. For determination variable, n(not ordained) = 84 
and n(ordained) = 229. 
Measure Group Mean 
Std. 
Deviation 
Std. Error 
Mean t df 
Sig. (2-
tailed) 
Overall Assessment Rating not ordained 2.99 1.01 0.06 
-3.47 778 0.00 
ordained 3.23 0.86 0.04 
General Mental Ability  not ordained 6.02 1.72 0.09 
0.70 778 0.49 
ordained 5.93 1.65 0.08 
Stability not ordained -0.08 0.88 0.05 
-2.22 773 0.03 
ordained 0.06 0.93 0.04 
Plasticity not ordained 0.01 0.75 0.04 
0.19 773 0.85 
ordained 0.00 0.73 0.03 
Pessimism 
not ordained 3.27 0.95 0.05 
-0.21 775 0.83 
ordained 3.28 0.94 0.05 
Optimism 
not ordained 1,61 ,758 ,042 
-0.29 776 0.77 
ordained 1,63 ,760 ,036 
Fear of failure, social not ordained 2.84 4.02 0.22 
1.02 766 0.31 
ordained 2.55 3.72 0.18 
Positive orientation to task, 
social 
not ordained 17.24 6.89 0.38 
0.67 764 0.51 
ordained 16.92 6.25 0.30 
Irrelevant actions, social not ordained 1.14 2.54 0.14 
-0.50 767 0.62 
ordained 1.23 2.38 0.11 
Seeking of support, social not ordained 4.82 4.21 0.23 
-0.56 764 0.57 
ordained 4.99 4.15 0.20 
Defensiveness, social not ordained 0.75 1.55 0.09 
0.34 767 0.73 
ordained 0.71 1.55 0.07 
Hesitation, social not ordained 2.71 3.33 0.19 
0.18 767 0.86 
ordained 2.66 3.61 0.17 
Self-serving attribution, 
social 
not ordained -0.23 8.17 0.46 
2.71 765 0.01 
ordained 2.37 7.92 0.38 
Fear of failure, achievement not ordained 3.40 4.12 0.23 
0.38 764 0.71 
ordained 3.29 4.23 0.20 
Positive orientation to task, 
achievement 
not ordained 24.88 6.66 0.37 
-0.06 764 0.95 
ordained 24.91 7.23 0.34 
Inhibitory actions, 
achievement 
not ordained 0.14 1.11 0.06 
0.56 768 0.58 
ordained 0.10 0.84 0.04 
not ordained 10.07 4.74 0.26 -0.21 764 0.83 
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Positive seeking of support, 
achievement 
ordained 
10.14 4.88 0.23 
Defensiveness, achievement not ordained 0.09 0.59 0.03 
1.19 489.77 0.23 
ordained 0.04 0.36 0.02 
Hesitation, achievement not ordained 0.23 0.95 0.05 
-2.24 763.55 0.03 
ordained 0.42 1.43 0.07 
Self-serving attribution, 
achievement 
not ordained 8.04 6.70 0.37 
0.517 763 .605 
ordained 7.78 7.10 0.34 
 
Next, the predictive value of the overall assessment rating was examined independently with 
binary logistic regression (method enter). The overall assessment rating predicted ordination  (B 
= .271**, SE = .079, Exp(B) = 1.311 for which 95% CI [1.123-1.531]), even if it did not account 
for much of the variance (Nagelkerk R2 = .073). As indicated by the b in this analysis and t-tests 
presented in Table 3, those who had been ordained had a better overall assessment than those not 
ordained: t(778) = 3.47, p = .001, with a small effect size d = 0.251.  
Statistical comparisons between committed, detached and not ordained groups. 
Those ordained respondents of the follow-up survey who were working as pastors and reported 
commitment to the ministry (>3.5 on a scale from 1 to 4) were classified as committed (n=85). 
Those ordained respondents who were no longer working as pastors, or who reported intentions 
to leave (commitment <1.5 on a scale from 1 to 4) were classified as detached (n=51). ANOVA 
was used to compare these groups and the not ordained respondents in the follow-up (n=42) on 
assessment results. Since Levene’s F test revealed that the homogeneity of variance assumption was 
not met when analysing differences between groups on Stability, and on Seeking of support in both 
social and achievement situations, (p < .05 for all), the Welch’s F test was used for these.  
Of the assessment results, statistically significant differences between the three groups were 
found on Plasticity (F(2,173) = 3.40, p = .036), Pessimism in achievement situations (F(2,170) 
= 3.80, p = .024), and  Optimism (F(2,173) = 3.90, p = .022). Post-hoc Tukey HSD tests were 
employed to examine these differences. The committed group was found to be more optimistic 
(M = 1.75, SD = .73 vs. M = 1.38, SD = .58, p = .017) than the not ordained group. Further, they 
were found to be less plastic (M = -0.09, SE = 0.08 vs. M = 0.25, SE = 0.12, p = .041) than the 
not ordained. The committed group also showed less pessimism as an achievement strategy than 
the detached group (M = 3.47, SE = .40 vs.  M = 5.16, SE = .60, p = .032).  
 
Predicting career adaptation  
 
Only those persons who were working as pastors were selected for these analyses. The predictive value 
of psychological assessment results for job performance was studied with a linear regression model 
(OAR was left out due to multicollinearity). This model was not significant. The effect of OAR was next 
studied separately, and was found to have a significant effect of β = .290 (B = .259***, SE = .07), even 
though the model did not explain much of the variance in job performance: R2 = .096.  
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The predictive value of psychological assessment results on job satisfaction was studied with a linear 
regression model (OAR was left out due to multicollinearity). This model was not significant. The effect 
of OAR was next studied separately, and this model was again found not significant.  
 
Effect of determination 
The effect of determination of career outcomes was first tested by a t -test comparing those who 
had been ordained to those who had not. The ordained persons considered themselves as more determined 
about becoming pastors at the time of the assessment t(134)=-4.876, p<.001, equal variances not 
assumed, with medium effect size d =-0.622) than those who were not ordained at the time of the follow-
up survey. See Table 4 for descriptive statistics and the t-test values of determination between the 
ordained and not ordained groups. Next, differences on determination between committed, detached 
and not ordained groups were tested with one-way ANOVA. Those who were not ordained differed from 
both the committed and the detached, F(174)=25.109, p<.001, with medium effect size d = .641. 
However, the detached and committed groups did not differ from one another concerning determination 
at the time of assessment (p=.054). The not ordained were the least determined and the committed the 
most determined (M=3.17 SE=.193, detached M=4.08 SE=.14, committed M=4.48, SE=.09).  
 
Table 4. Descriptive statistics and t-tests for differences between ordained (n=229) and not ordained 
(n=84) groups on determination.  
 Group Mean 
Std. 
Deviation 
Std. Error 
Mean t df 
Sig. (2-
tailed) 
Determination  
not ordained 3.44 1.19 0.13 
-4.88 134 0.000 
ordained 4.16 1.06 0.07 
 
Lastly, the relationships between determination and job performance, and determination and job 
satisfaction, were explored with regression analysis. For job performance, the regression model was not 
significant. For job satisfaction, the model was significant with β = .285 (B=.124**, SE=.037), although 
the model did not explain much of the variance: R2 = .053.  
 
 
 
Discussion 
 
 
 
The aim of this study was to find out how psychological assessment results predict the job-person fit 
among ministers. The study set out to explore the predictive validity of psychological assessment, 
examining connections with ordination, early-career mobility and career adaptation. Several connections 
as well as lack of expected connections were found. Overall, it was found that even though connections 
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between assessment results and career outcomes were detected, the effect sizes were rather modest. This 
suggests that assessment results are not very strong predictors of eventual ordination or other career 
outcomes.  
 
To sum up, a good job-person fit of a new church minister was predicted by high stability, low plasticity, 
optimism, seeking support from others, using self-serving attributions in social situations and less 
tendencies to use pessimism as an achievement strategy. More connections were found for career 
mobility than for career adaption. Regarding career mobility, the ordained people were found to have a 
better overall assessment rating, to be more stable, and to have fewer tendencies to hesitate or to use 
pessimistic strategies in social situations than those not ordained. The ordained also used more self-
serving attributions in social situations, and they sought support from others more often than those not 
ordained. These characteristics describe a personality and an interactional style which can flourish and 
sustainably function in social situations. As social capabilities are a key requirement in a pastor’s job, 
the results are sensible. In previous studies it has been found that optimistic and self-serving strategies 
are related to aspects of well-being and functioning in work life (Innanen et al., 2014; Salmela-Aro & 
Nurmi, 2007). Further, those committed to working as pastors were found to be more optimistic and 
less plastic than the not ordained. The committed group also showed less pessimism as an 
achievement strategy than the detached group. The optimistic tendencies of the committed group 
further confirm that for working as a pastor, an optimistic approach to the self is an asset. Being 
less plastic can be seen as a reduced tendency to explore, including exploring other career 
options: an understandable characteristic of someone committed to their profession.  Regarding 
career adaptation, it was found that the overall assessment rating did predict job performance; 
however, separate assessment results did not. The assessment results were not connected to job 
satisfaction either.  
The determination of the applicant was found to have a stronger connection with eventual ordination and 
commitment than the assessment results had. Considering determination as an aspect of self-efficacy, the 
finding is supported by previous studies: the importance of positive self-concept in career decision-
making is especially relevant in turbulent times (Di Fabio & Saklofske, 2014). However, determination 
did not differ between the detached and the committed pastors. Thus, it is presumable that something 
happens at work that shakes their resolution. This is even more presumable given that determination was 
related to job satisfaction in the present study. Duffy, Dik, & Steger (2011) note that calling (herein 
discussed as determination) may not be the key to make a person commit to their job. They suggest that, 
if commitment is lacking, calling may well be accompanied with intentions to leave: if the job does not 
fit with the calling, the individual may move on to search for a job that would fulfil their calling better. 
Future research is needed to find out why and how the determination level starts to drop after 
ordination, and how it relates to lower job satisfaction and detachment among some pastors. 
Further research is called for especially regarding the psychosocial factors of the workplaces in 
question. The effects of, for example, role conflicts or supervisor support has previously proven 
significant in questions of work-related wellbeing (Faucett, Corwyn, & Poling, 2012).  
 
Predicting ordination from psychological assessment 
19 
 
In addition to these general results, a few separate findings call for a short, separate discussion. To start 
with, the overall assessment rating (OAR) was found to be a better predictor of ordination and 
commitment than the separate assessment results. There are several possible explanations for this finding. 
First, the OAR might carry information from the assessment methods not included in the present study 
(due to data not being in a quantitative form): the SWOT analysis, Curriculum Vitae, interview and 
simulation task (for the validity of this particular simulation task, see Kurikka, 2010). Observations from 
these might have been affected in the OAR, even though they were not available for the present study. 
Second, the psychologist responsible for conducting the interview and setting the OAR manually might 
have gained a more profound understanding of the aptitude of the applicant than the standardized 
assessment methods. However, this would contradict the extensive research on the predictive validities 
of interviews and standardized methods (see, for example, Nolan & Highhouse, 2014). Third, and 
perhaps most likely, the OAR might be a self-fulfilling prophecy. Those who receive a better evaluation 
might be encouraged to continue on their path and be more likely to successfully pursue ordination, 
despite the separate assessment results. Those with a lower OAR might self-select themselves to another 
profession: the assessment would thereby have a filtering effect, although the filter would not be executed 
by the recruiters but the applicants themselves.  
To continue, general mental ability was not connected to any of the career outcomes in this study. Given 
that general mental ability has in previous studies repeatedly been connected to career advances, and 
especially to job performance across occupational fields (for example, Schmidt & Hunter, 2004), this 
finding is surprising. It is suggested that due to the nature of a pastor’s job, which leans heavily on social 
interaction, cognitive abilities are not the primary characteristics needed either in recruitment or in 
practice. Thereby career outcomes might well be unconnected to the level of cognitive skills of the 
applicants. Indeed, it has been found that turnover may not have very strong connections with cognitive 
capacities (Griffeth et al., 2000). The overall assessment rating did, however, predict the job performance 
of pastors, even though general mental ability did not. The overall assessment rating does therefore 
succeed better at evaluating what is needed in a pastor’s job in this study than the measure usually 
considered most relevant in this regard. Lastly, the Big Two metatraits were successfully introduced to 
the field of studies on pastors. Stability was found to predict ordination and low plasticity to predict 
commitment: those who were ordained manifested stronger motivational and behavioural stability, and 
those committed to working as a pastor were less prone to explore (for example, other career options). 
These findings are sensible, and the theory of personality metatraits seems to suit the selection context 
adequately. The study thus provides an addition to the yet sparse collection of real-life selection 
assessment studies of metatraits. 
There are several limitations to this study. First, there was a case of selective non-response in the present 
study: ordained persons were over-represented in the respondents of the follow-up as compared to the 
total group who participated in the assessments. This can partly be explained by the fact that not all who 
participated in the assessments had graduated at the time of the follow-up, and were thus not eligible for 
ordination. The over-representation of ordained persons in the follow-up is, however, a reason to use 
caution when generalizing the results to the non-ordained population. Second, as to deficits in 
measurement: Regarding measurement invariance, the sum score of each applicant was set manually by 
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a psychologist. It is possible that there has been invariance across psychologists and/or across years 
regarding this measure. Future studies would benefit from including an inter-rater reliability evaluation 
regarding the OAR, and also CAST. Further, the reliabilities of personality subscales from different test 
versions varied greatly, and not all scale alphas were above the .70 limit, which is commonly considered 
adequate. Thus, results from these personality measures need to be interpreted with caution. In addition, 
determination was inquired retrospectively; it might therefore not have been an exact measure of the 
determination at the time of the assessment. Third, as to methodological limitations, the multicollinearity 
between assessment variables may have meant that significant coefficients have appeared non-
significant. The lack of strong effects found in this study may, in part, be due to this limitation. Fourth, 
as the cause of turnover was not inquired, it was not possible to differentiate between voluntary and 
involuntary physical mobility. It is likely that there were cases of both self-initiated and forced physical 
mobility (e.g. end of fixed-term contract, no job positions available) in this study. Fifth, since the sample 
in this study can be seen as rather homogenous, it is conceivable that no differences between groups were 
found for this reason. If the sample group had been compared to the general population, it is likely that 
more differences would have been detected. However, the aim in this study was not to compare clergy 
applicants to the general population, but to distinguish subgroups within this particular cohort. Lastly, as 
was the case in Hills & Francis’s study (2005), the results on turnover in this study are based on the 
impressions of new clergy in their very first years in ministry. The follow-up period was rather short. 
Future studies are encouraged to conduct follow-up studies on ministers who have spent more years in 
service. This would greatly expand the understanding of career processes in churches in this protean age.  
Future research is called for on how psychological assessment results predict future occupational well-
being, for example burnout or work engagement. It is known that social and achievement strategies 
connect with occupational well-being: optimistic strategies such as frequent seeking of support, 
achievement optimism and social optimism were related to work engagement (Salmela-Aro 2009, 2011) 
and pessimistic strategies with poor well-being (Eronen et al., 1998). Further, achievement pessimism 
and social pessimism are related to burnout (Salmela-Aro et al., 2011, Innanen et al., 2014). Previous 
research has already shown that work meaningfulness, occupational identity and occupational self-
efficacy are interconnected (Hirschi, 2012) and that calling enactment relates positively to well-being 
(Conway, Clinton, Sturges, & Budjanovcanin, 2015). This invites future exploration on the 
interconnections between motivation, vocation, career processes and well-being. Future research on the 
effect of self-efficacy on career mobility and adaptation among pastors might shed light on how 
individuals negotiate vocation and temporary, varied work contracts in this boundaryless career era. 
Methodologically, structural equation modelling would in the future be a very good option to inspect the 
interconnections of the above-mentioned topics and also the topics examined in this paper in more detail.  
 
Churches are being drawn to the new work paradigm, and thereby employment relations are also 
becoming more scattered in the religious field. The advancement of the boundaryless work culture and 
the narrowing of church finances put churches in a challenging position in regard to their role as 
employers. This study has shown how results from pre-ordination psychological assessment connect to 
later ordination, career mobility and career adaptation. The results suggest that applicants who are stable, 
optimistic and have a tendency to use self-serving attributional strategies will have best chances for 
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embarking on a sustainable career as pastors. However, the results also showed that the applicant’s 
determination to become a pastor was most influential for the outcomes. It thus seems that the applicant’s 
motivation, or inner vocation, to become a pastor matters more than their characteristics.  
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